Abstract: This study aims to investigate how a Psychological contract breach can mediate the relationship between perceptions of organizational politics and job attitudes and how political skill and work ethic can influence the negative association between perceptions of organizational politics and job attitudes. A systematic sampling method was used with a sampling size of 310 faculty members of public sector universities of Pakistan. Data were analyzed by using partial least squares structural equations modeling PLS-SEM to test the hypotheses by Smart PLS software. The findings revealed that the perception of politics is significantly and negatively related to job attitudes and indirectly through psychological contract breach. Moreover, the results indicated a significant moderating effect of work ethic on the relationship between the perception of politics and job attitudes. However, political skill did not moderate the relationship between perceptions of organizational politics and job attitudes. Moreover, research implications and limitations are elucidated.
Introduction
In recent times, higher education has been acknowledged by researchers as an avenue to acquire knowledge [1, 2] . It is observed that knowledge acquired in this area helps in contributing immensely to the socio-economic health of a country state. Thus, focusing on organizational and individual needs will help to achieve this result [1] . In every organizational setup, politics are essential but the manner in which they are pursued will demonstrate whether the entity will flourish or stagnate. In line with this, the famous quote espoused by Mohith Agadi comes to mind: "Office politics are worse than state politics. Try not to become a wedge of it".
Indeed, one of the critical factors that sets the pace in this regard is perceived organizational politics (POP), which is the focus of this present study. Substantial literature has highlighted the significance of POP in respect to employees' contribution to organizational outcomes toward safeguarding the interest of individuals [3] . Against this backdrop, extant studies have demonstrated
Perceived Organizational Politics and Organizational Commitment
The association of POP with organizational commitment has captured the attention of many scholars. Meyer and Herscovitch [22] defined OC as "a force that binds an individual to a course of action of relevance to one or more targets". OC is considered to be the extent to which individuals are psychologically attached to their organization [23, 24] . Research depicts that POP determines how employees express their feelings about their organization, colleagues, and superiors, resulting in a negative impact on organizational commitment [7] . Consequently, it is observed that workers in an organization are demotivated in cases where they perceive decisions made with respect to rewards and advancement are unjust [25] . Similarly, POP influences organizational commitment [19] . Employees with a high commitment have affiliations with their organization and a sense of identification which allows them to follow objectives and activities of the organization and continue to stay with the organization [26] . As observed by reference [27] , employees remain committed to their organization when they comprehend that their objectives are congruent with the organizational targets. It is evident that POP appears to antagonistically influence OC in employees with high perceptions of politics [10] . Based on these studies, it can be anticipated that POP is negatively correlated to OC. It is logical that due to such an environment, politics have a negative impact on organizational commitment. Thus, we predict that Hypothesis 2 (H2). POP significantly and negatively relates to organizational commitment.
Psychological contract breach as a Mediator in the POP-Job Satisfaction Relationship
Job satisfaction is a global concept and is characterized by satisfaction with different aspects of an employee's job. It is realized when an individual's affective assessment of his/her work implies that the organization is fulfilling the required needs and anticipations [28] . Fulfilling or satisfying one's psychological contract is vital on the basis of its possible impact on job attitudes, practices, and outcomes [29] . Politics is mostly thought to be one of the job stressors emanating from a high level of stress [30] . The psychological stress would result in unfavorable associations with work and affect job satisfaction [31] . It is significantly evident that PCB triggers a resource deprivation process and employees are specifically vulnerable to its harmful outcomes and attitudes [32] [33] [34] . In the meta-analysis studies of References [5, 8, 10] it is revealed that the role of mediators and moderators in the POP and job attitudes are interlinked. Therefore, we propose that Hypothesis 3 (H3). Psychological contract breach mediates the relation between POP and job satisfaction.
Psychological contract breach as a Mediator in the POP-Organizational Commitment Relationship
As found in extant literature, different opinions are expressed by various scholars regarding the relationship that exists between politics and job attitudes. For instance, it is argued that politics and job attitudes have a positive and direct relationship [19, 35] . Contrary to this view, some scholars' findings revealed an indirect relationship between POP and OC [9, 10] . POP possesses detrimental effects on psychological contracts, as it becomes hard to fulfill promises in political conditions and this results in deteriorated organizational commitment [36] . Research studies suggest that PCB is characterized as an individual's perception regarding the level to which an organization fails to honor and fulfill promises made to employee [37] [38] [39] . Furthermore, research studies [8, 33, 34, 40] also proclaimed that when an association intentionally neglects the requirements of the workforce and fails to meet social contracts the organizational commitment of employees is influenced. Against this argument advanced by the scholars, we hypothesized that Hypothesis 4 (H4). Psychological contract breach mediates the relation between POP and organizational commitment. 
Political Skill as a Moderator of POP-Job Satisfaction Relationship
The model presented by Ferris, Russ and Frandt [9] revealed the possibility of moderators in the relationship between POP and job outcome relationships. An extended model was represented in a study conducted by reference [41] , which revealed that control and understanding capacities are the most recurrently studied characteristics. Political skill can be viewed as a measure that consolidates the characteristics of interpreting, controlling, and understanding the organization. According to [42] defines political skill as the capability to efficiently comprehend other employees at work and apply this type of knowledge to inspire other people to make them behave in ways to accomplish or attain personal or managerial goals. Individual political skill levels might help a person adapt to political environment [43, 44] . Studies have shown that an individual characteristic is a vehicle in a political environment and serves as an alternative resource through which other resources are safeguarded from depletion due to job stressors [45] . Moreover, the findings of studies on moderating roles of political skills indicated that employees lacking in political skill are said to be less satisfied [45] [46] [47] . Thus, we argue that PS weakens the negative association between perception of politics and job satisfaction.
Hypothesis 5 (H5).
Political skill moderates the relationship between POP and job satisfaction such that high political skill weakens the relation between POP and job satisfaction.
Political Skill as a Moderator of POP-Organizational Commitment Relationship
OC displays an important aspect of the organization, where workers voluntarily make efforts to assist the organization to progress and where organizations value the needs of workers and institutions [48] . Organizational commitment of employees is influenced by the degree of POP in an organization [47, 49] . This is based on COR theory and prior research studies, which state that political skill can work as a stress mitigating resource to manage politics and helps employees be more committed in their job [43, 44, 47, 50] . Furthermore, subordinates possessing poor political skills are less tactful, show a low commitment towards their job, and are more instigated by POP [47] . Based on this, we postulate that Hypothesis 6 (H6). Political skill moderates the relationship between POP and job organizational commitment such that high political skill weakens the relation between POP and organizational commitment.
Work Ethic as a Moderator of POP-Job Satisfaction Relationship
Research conducted by [51, 52] has revealed that work ethic is a rigorous predictor of job satisfaction. Work ethic is defined as a construct of the individual and characterized by predetermined convictions and attitudes that reflect the elementary importance of work [52, 53] . Further, Neubert and Halbesleben [54] depicted that people who possess high work ethic have ethical bindings to perform their jobs whole heartedly and may have a tendency to be set in their ways. Accordingly, individuals with a high degree of work ethic easily adapt and cope with any challenges regarding their work or task assigned to them. Hence, they end up exhibiting a high commitment towards their jobs, resulting in positive job satisfaction [55] . Previously, no studies have examined the moderating role of work ethic among the stressor (POP) and job satisfaction. Previous studies [56, 57] on the buffering role of Islamic work ethic between POP and work consequences in associations have found that Islamic work ethic acts as a buffer to lessen the negative association between POP and job outcomes. Work ethic is linked with the course of admiring matters outside of religion. According to COR theory, one's individual personal resources, such as work ethic, assists to conserve depleting resources which are exhausted due to politics. Hence, we believe that employees with a strong work ethic will be more tied to their job, as they think morally and responsibly to perform their duties, despite perceived organization politics. This will have a positive impact on the perception of organizational politics. Therefore, we propose that Hypothesis 7 (H7). Work ethic moderates the relationship between POP and job satisfaction such that high political skill weakens the relation between POP and job satisfaction.
Work Ethic as a Moderator of POP-Organizational Commitment Relationship
Many studies explored the relationship between work ethic and many variables. For instance, evidence shows that there is a link between work ethic and job attitudes [58] [59] [60] . According to [60] individuals with better a work ethic are expected to keep their job. Consequently, work ethic is an important specific construct that is related to the needs of progressive organizations and calls for employees who are highly committed towards their job even in constantly changing work atmosphere [61, 62] . Many scholars [63] [64] [65] depicted that work ethic defines the level of commitment from an individual's perspective. Few studies have explored the association between work ethic and workplace behavior in organizational environments [66] . As pointed out by [65] indicated that work ethic is significantly related to certain work behaviors. The findings of the above mentioned studies establish a positive and significant association between work ethic and OC. Research studies [56, 57] revealed the buffering role of an Islamic work ethic between the POP and the job outcomes in different sectors and cities of Pakistan. These empirical results demonstrates that work ethic exerts moderating effect of work ethic in the relationship between POP and organizational commitment. Hence, we proposed that
Hypothesis 8 (H8).
Work ethic moderates the relationship between POP and organizational commitment such that high political skill weakens the relation between POP and organizational commitment.
Theoretical Framework and Hypothesis Development
The theoretical framework of this study is based on the conservation of resource (COR) theory. This theory is one of the pioneers that narrates the link between job stressors and attitudes [67] . This framework has strong predictive power and was examined by prior researchers [31, 68] . COR theory is unique and presents broader perspectives to determine job stressors and relationship strain by taking individual and social aspects in account [31] . COR theory recommends that employees find ways to protect and guard their important resources, because when employees perceive the risk of threat of resource forfeiture or find that their means are not enough to handle the given situation, stress and strain is the ultimate outcome [12, 67] .
Recently, researchers have well associated POP with the conservation of resources COR theory [12] . In line with this, [69] [70] [71] stated that stressors are prevalent in organizations and significant antecedents of work associated pressures and strain. In fact, POP is one of the job stressors which is expected to stimulate negative forces that are in some way faced by everyone in the work environment [69] . POP is a strong predictor of job dissatisfaction, unemployment, organizational withdrawal, and turnover intentions [18, 72] . COR Theory is favored because it covers the features of how psychological contract breach eventually influences job attitudes in the political setting. We formed our hypotheses on the basis that resource depletion illustrates the consequences of PCB which ultimately influences job attitudes in the political setting. Explicitly, we propose that Psychological contract breach allows the development of resource depletion that harms the emotional tie with associations and managers, eventually causing reduced job attitudes.
COR theory is employed since the fundamental notion of this theory is that employees attempt to ensure and gather esteemed resources (time, money, wellbeing, connections) and that supposed or genuine loss of such resources can drive withdrawal in order to avoid more cost or achieving accomplishments to gain new resources to counterbalance the cost [12, 73] . COR theory puts forth the assumption that individuals personal resources are beneficial in managing other resources [67] that might possibly discourage organizational politics as well as buffer the association between POP and job attitudes [31] . Therefore, we addressed two personal resources "i.e.", political skill and work ethic, as moderators in forming constructive positive job attitudes through the conservation of resources (COR) theoretical perspective. Considering the contradiction regarding the outcomes of high POP atmosphere, we anticipate that employees' political skill and work ethic will lead to positive job attitudes despite of politics.
Methods

Sample Size and Procedure
The target population for the present study were public sector faculty members of universities of four major cities of Pakistan, namely Islamabad, Quetta, Karachi and Lahore. Primary data were collected by a self-administered questionnaire and apart from that, questionnaires were mailed for generating maximum response. After obtaining approval from authorities of different universities, faculty members from different locations were approached to participate in the survey. Questionnaires were distributed among (N = 400) faculty members through convenient sampling technique and confidentiality of the responses were assured. Cases with suspicious responses and missing values were deleted. In total, the response rate was 77% (N = 310).
Demographic Information
The self-administered questionnaire comprised of the following demographic information. Gender: 152 men (49%) and 158 women (50%). Their ages ranged from 21 years to 60 years (M = 1.70, SD = 0.84). Qualification: 35% (n = 108) held a Master's degree, whereas 50% (n = 157) were MS/MPhil and 15% (n = 46) were PhD. Responses of employees at different positions were: Lecturer 55% (n = 170), Assistant Professors 22% (n = 68), Associate Professors 15% (46) and Professors 8% (n = 24). Job tenure was as follows: 32% n = 99 (1-5 years), 41% n = 127 (6-10 years), 8% n = 24 (11-15 years), 13% n = 40 (16-20 years), 6% n = 18 (21-25 years).
Measures
All constructs were quantified on a 5-point Likert-scale from "strongly disagree = 1" to "strongly agree = 5". The detail of measurement of each construct are as follows:
POP was measured by a 12-item scale developed by study [18] . Sample items include, "Favoritism rather than merit determines who gets ahead around here". Job satisfaction was measured with the 4-item scale developed by reference [74, 75] . The sample items in this scale include, "All in all, I am satisfied with the persons in my work group". Organizational commitment was measured by using the scale developed by reference [76] . The sample items include, "I am willing to put in a great deal of effort beyond that normally expected in order to help this organization be successful" and "I talk up this organization to my friends as a great organization to work for". PCB is measured by the Robinson and Morrison [77] 5-item scale (e.g., "I have not received everything promised to me in exchange for my contributions"). Political skill was measured by using the scale developed by reference [78] shortened 8-item version of the self-reported Political Skill Inventory [42] . Sample items from this scale include, "I always seem to instinctively know the right thing to say or do to influence others". Work ethic was measured with 26 items of the work ethic scale developed by Rosseel [79] . This measure includes items such as, "Enjoying life is more important than working". The negatively keyed questions were reverse coded. The measurement indicators of this study are shown in Table A2 .
Results
To test the hypotheses of the present study as depicted in Figure 1 , we used partial least square equation modelling by using Smart-PLS software version 3.0 for the analysis of the data gathered from respondents [80] . The advantage of the software stems from its robustness in checking predictive application and theory establishment. It is also good in an exploratory analysis of this nature [81, 82] . In the view of scholars, the application of PLS is based on the selection of cases whereby observations are less than 250 or 400 in particular, when the model is less consistent [83, 84] Growing literature claims that PLS involves two steps [85, 86] .
Step one defines the evaluation of measurement models that permits a researcher to view the causality that exists between observed and latent variables and step two involves the assessment of predictive investigation of causal relationship among the study variables Several tests such as the common method bias was observed before the measurement model evaluation.
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Common Method Bias
Common method bias was a concern as the data were obtained from single sources. Therefore remedies pertaining to procedures were observed to avoid common method bias [87] . Respondents were informed that the study is scientific and confidential in nature, thus, any views expressed would be treated with high confidentiality. Validated scales were applied for each construct in the present study. Common bias method was not an issue in the study because respondents were educated about the nature and the objectives of the study.
Measurement Model Analysis
Measurement model indicates the causality between the latent constructs and its dimensions [88] . The latent variables of the study were examined for the purpose of validity and reliability. The validity of all measurement scales was considered as convergent when all items loaded had a high value greater than 0.50 on their variables [81] . Cronbach's alpha, which measures the internal constancy reliability of the construct, was also assessed. The result indicated that all the constructs exhibited reliable internal consistency that is Cronbach's alpha (CA) > 0.70 [89] . Figure 2 demonstrates SEM factor loadings of the study variables and Figure 3 shows the SEM t-Values indicating the significant paths in the model. To ensure that the constructs are reliable, we calculated composite reliability (CR) of the constructs. As shown in Table A1 the values of CR of all the constructs were beyond the threshold value of 0.70 [90] .Some of the items of the latent variables POP, PS, WE, PCB and OC were deleted when their values were less than 0.5 [91] . Analysis regarding reliability, construct reliability, average variance extracted (AVE), and discriminant validity of the indicators of latent variables are observed in the study [92] . In this study, all the constructs explained AVE more than 50% [92] . Thus, the results indicated that the constructs exhibit the acceptable values. This verifies that the convergent validity of items and indicators are reliable. 
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Measurement Model Analysis
Measurement model indicates the causality between the latent constructs and its dimensions [88] . The latent variables of the study were examined for the purpose of validity and reliability. The validity of all measurement scales was considered as convergent when all items loaded had a high value greater than 0.50 on their variables [81] . Cronbach's alpha, which measures the internal constancy reliability of the construct, was also assessed. The result indicated that all the constructs exhibited reliable internal consistency that is Cronbach's alpha (CA) > 0.70 [89] . Figure 2 demonstrates SEM factor loadings of the study variables and Figure 3 shows the SEM t-Values indicating the significant paths in the model. To ensure that the constructs are reliable, we calculated composite reliability (CR) of the constructs. As shown in Table A1 the values of CR of all the constructs were beyond the threshold value of 0.70 [90] . Some of the items of the latent variables POP, PS, WE, PCB and OC were deleted when their values were less than 0.5 [91] . Analysis regarding reliability, construct reliability, average variance extracted (AVE), and discriminant validity of the indicators of latent variables are observed in the study [92] . In this study, all the constructs explained AVE more than 50% [92] . Thus, the results indicated that the constructs exhibit the acceptable values. This verifies that the convergent validity of items and indicators are reliable. The structural model evaluates the relationship between latent constructs [93] . In order to assess the significance of the path of coefficient, we used bootstrapping (5000 subsample two tail test). In the results of Table 2 , the path coefficient revealed that POP has a negative and significant influence on Job satisfaction with a relation of 0.681 (i.e., 68.1%) and OC with a relation of 0.614 (i.e., 61.4%), respectively, providing support for H1 and H2. The structural model evaluates the relationship between latent constructs [93] . In order to assess the significance of the path of coefficient, we used bootstrapping (5000 subsample two tail test). In the results of Table 2 , the path coefficient revealed that POP has a negative and significant influence on Job satisfaction with a relation of 0.681 (i.e., 68.1%) and OC with a relation of 0.614 (i.e., 61.4%), respectively, providing support for H1 and H2. The structural model evaluates the relationship between latent constructs [93] . In order to assess the significance of the path of coefficient, we used bootstrapping (5000 subsample two tail test). In the results of Table 2 , the path coefficient revealed that POP has a negative and significant influence on Job satisfaction with a relation of 0.681 (i.e., 68.1%) and OC with a relation of 0.614 (i.e., 61.4%), respectively, providing support for H1 and H2. The structural model exceeded the acceptable values, as depicted in Table 1 . The comparison between the square root of the AVE (i.e., the diagonals) and the correlations between the combinations (i.e., the bottom triangle of the matrix) determines the validity of the discrimination. On average, each relationship has a stronger correlation with its constructs than other researchers contended [94] . Table 1 demonstrates the mean and standard deviations of the correlation matrix of the study constructs as well as the discriminant validities of variables. The structural model evaluates the relationship between latent constructs [93] . In order to assess the significance of the path coefficient, we used bootstrapping (5000 subsample two tail test). The result of path coefficients β-values is provided in Table 2 . The result of the path coefficient revealed that POP has a negative and significant influence on JS (β = −0.791, t = 7.191, p < 0.05,) and OC (β = −0.651, t = 4.283, p < 0.05) respectively, providing support for H1 and H2.
With the aim to test the moderating role of PS between POP and JS, a two-step approach was used [93] . Concerning the impact of moderation, the results of the interaction term (POP*PS) showed that PS does not moderate the relationship between POP and JS (β = 0.193, t = 0.801, p = 0.423), thus H5 was not supported. Furthermore, H6, which examines the moderating impact of PS on POP-OC was non-significant (β = 0.222, t = 0.847, p = 0.397). Thus, H6 is also not supported. The result revealed that the interaction term (POP*WE) moderated the relationship between POP and JS (β = 0.381, t = 15.240, p = 0.002). It also moderated the relationship between POP and OC (β = 0.716, t = 18.842, p = 0.011). Thus, providing support for H7 and H8. Note: POP = Perceived Organizational Politics, JS = Job Satisfaction, OC = Organizational Commitment, WE = Work Ethic, PS = Political Skill, * p-value < 0.05, ** p-value < 0.001 *** p-value < 0.001 significant. Figure 4 presents the graphical interaction effects of how work ethic moderated the effects of POP on JS. Aiken, West and Reno [95] method was used to calculate high and low levels of work ethic. The results revealed that there was a negative relationship between POP and JS under low work ethic (WE) rather than high work ethic. This finding proclaims that with a higher work ethic, the negative effect of POP on JS is weaker than low work ethic. The effect of a high WE on POP tends to increase in JS and decrease in low work ethic. The effect demonstrated that work ethic has a high prediction level of JS as work ethic was low. The effect suggested that the interaction effect of work ethic on the negative association between POP and JS is stronger for low work ethic and weaker for high work ethic. Therefore, the interaction effect of WE dampens the negative relationship between POP and JS.
high work ethic. Therefore, the interaction effect of WE dampens the negative relationship between POP and JS. In a similar vein, Figure 5 displays the interacting effect of work ethic on the negative relationship between POP and OC. The results showed that there was a positive effect of WE on the relationship between POP and OC under a high WE and negative relationship between POP and OC under low levels of WE. This finding demonstrates that with higher WE, the effect of POP and OC is weaker than low WE. The negative effect of POP on OC tends to decrease in high WE than low WE. The dampening effect demonstrated that WE has a high predictive power of OC as WE was low. Thus, the moderation effect of WE dampens the negative relationship between POP and OC. In a similar vein, Figure 5 displays the interacting effect of work ethic on the negative relationship between POP and OC. The results showed that there was a positive effect of WE on the relationship between POP and OC under a high WE and negative relationship between POP and OC under low levels of WE. This finding demonstrates that with higher WE, the effect of POP and OC is weaker than low WE. The negative effect of POP on OC tends to decrease in high WE than low WE. The dampening effect demonstrated that WE has a high predictive power of OC as WE was low. Thus, the moderation effect of WE dampens the negative relationship between POP and OC. high work ethic. Therefore, the interaction effect of WE dampens the negative relationship between POP and JS. In a similar vein, Figure 5 displays the interacting effect of work ethic on the negative relationship between POP and OC. The results showed that there was a positive effect of WE on the relationship between POP and OC under a high WE and negative relationship between POP and OC under low levels of WE. This finding demonstrates that with higher WE, the effect of POP and OC is weaker than low WE. The negative effect of POP on OC tends to decrease in high WE than low WE. The dampening effect demonstrated that WE has a high predictive power of OC as WE was low. Thus, the moderation effect of WE dampens the negative relationship between POP and OC. For the third and fourth hypotheses, to test the indirect effect of POP on JS and OC, [96] the procedure of mediation was used. The result of bootstrapping (5000 sub-sample, two-tailed) as shown in Table 3 indicates that POP has an indirect effect on JS and OC. In the case of an indirect effect, PCB partially mediated the relationship between POP-JS (β = 0.434, t = 39.454, p < 0.05) and fully mediated the POP-OC (β = 0.323, t = 24.846, p < 0.05). Note: ** p-value < 0.001, *** p-value < 0.001 significant level. POP = Perceived Organizational Politics, PCB = Psychological contract breach, JS = Job Satisfaction, OC = organizational Commitment. Table 4 shows the type of mediation in the relationship between POP and job attitudes. The direct effect of POP on JS was significant without mediators. When introducing mediators, the direct effect retained its significance. This indicates that PCB partially mediates the relationship between POP-JS association. Whereas, PCB fully mediates the relationship between POP and OC. Thus, H3 and H4 are both supported. 
Discussion
The purpose of this study was to examine how perceived organizational politics affect the job attitudes of employees. Furthermore, the study was envisaged to determine the mediating effect of psychological contract breach, in the relationship between POP and employees' JS and OC. The study also aimed to investigate the moderating role of work ethic and political skill between POP and job attitudes (JS and OC). Accordingly, the primary contribution of this study is to shed light on the fact that POP is an essential element of JS and OC. Thus, the findings support the proposition that employees' perceptions of organizational politics results in low job satisfaction [5, 18, 20, 21, 97] and low OC [20, 35, 98] .
Furthermore, we found that the relationship between POP and JS and OC is not always direct. The findings revealed that the linkage between POP and JS is partially mediated by Psychological contract breach (PCB). Some studies have found that Psychological contract breach depicts several direct, negative, and unfavorable attitudinal results [33, 38, 99, 100] . The results of the study also indicated that PCB partially mediates the relationship between POP and JS, this is consistent with Reference [33] . This therefore suggests that employers are fulfilling some of the promises while others were not fulfilled, resulting in PCB being partially mediated by POP and JS. In a similar vein, the findings of the study demonstrated that PCB fully mediates the relationship between POP and OC and therefore it supports the study [33] . This therefore indicates that elements of PCB such as weak psychological bonding and broken promises deteriorates the relationship between employees and the employers.
This finding is in line with the theory of COR and prior empirical studies [32, 34, 40] , which indicated the depleted resources due to politics (stressor) leads to diminished job attitudes. The result reveals that when the perception of organizational politics prevail in the organization, employees lose their psychological contract they possess with the organization. As a result of this contract break, they exhibit low job satisfaction and organization commitment.
To provide further understanding, the moderating role of PS was analyzed between POP and job attitudes, which reveals that PS fails to moderate the relationship between POP and job attitudes. These findings were surprising as both COR theory and the extant investigation on PS as a moderator in negative circumstances/conditions [43, 44] show that political skill in employees leads to positive attitudes despite of politics. Balance theory helps to understand the non-significant results for the POP-PS association with respect to job attitudes. This theory shows that the workforce try to retain a balance between their feelings [101] . According to Meisler [102] that high social knowledge of politically skilled representatives enables them to understand adverse conditions. This may lead them to have a more precise comprehension of POP and its effects. Corroborating this [103] established that politically skilled workforce in undesirable interactions with their management have reduced degrees of job satisfaction. Furthermore, it is contended that the politically skilled have strong associations, inward and outside the institutions. These employees may have other job alternatives [43] and hence do not remain attached to an association that is generating negative feelings due to high POP.
Our results revealed a negative relationship of POP and job attitudes which can be weakened by work ethic. This individual resource builds faith and trust of representatives in their abilities that helps them to achieve their job duties, regardless of political grounds [3, 56] . Studies also found that staff who see their organizations as ethical may view their organization as fair to them [63] [64] [65] . Consequently, this is likely to augment positive job attitudes of employees. Work ethic has a critical role in squashing POP from transforming into a negative job attitude, since representatives with work ethic stay satisfied and committed to their associations and resilient to stress which is encountered by politics [104] . This finding is also consistent with previous research about the role of Islamic work ethic as a moderator for other personal resources on the relationship among POP and job attitudes [105] .
Specifically, this study adds to the existing body of knowledge by identifying the simultaneous effects of perception of politics and diverse kinds of resources on job attitudes. We reveal the mitigating effects of work ethic that function at various levels to lessen the political behaviors that generates negative job attitudes.
Conclusions
These findings make important contributions to the current understanding of the POP-job attitude relationship. First, the study showed that POP is negatively related to JS and OC respectively. Secondly, PCB partially mediates the relationship between POP and job satisfaction, which means that there are some aspects of PCB which affect the job attitudes of employees and fully mediate the relationship between POP and OC. Furthermore, we found that the POP-job attitude relationship is moderated by WE. This finding shows the importance of WE in shaping employees' attitudes. Furthermore, key tools, such as political, social and economic conditions add impetus to WE. Linking this to cultural antecedents, such as the faith and moral obligation of employees and management as a whole, could contribute immensely to the growth of the higher educational institute in Pakistan. Also integrating WE and self-regulated learning into the curriculum of higher education could serve as a blueprint to ensure higher productivity within the domain of higher education in Pakistan.
Another strategic tool worth consideration in the context of higher education is to value the need of mentoring the younger generation, in the essence of work in colleges and universities. Results were consistent to COR theory, which states that personal resources such as work ethic increases employees' abilities to show positive attitudes and conserve adequate energies to fulfill their job assignments, irrespective of stressful politics. Contrary to our expectations, political skill did not moderate the POP-job attitude relationship. These findings indicate that universities should be aware of political activities within the organization, since it has negative impact on employees' attitudes. Finally, we see bright prospects for prospective researchers to progress investigations in these constructs.
Future Research and Limitation
Although this article has extended our understanding of POP and employees' attitude, the result of this study has certain limitations. First, the study was cross-sectional in nature, therefore, future researchers are encouraged to conduct longitudinal study. It is imperative to note that the study is based on the public sector, thus, findings cannot be generalized on all educational sectors. Therefore, future research should look at the private sector of education [106] . We encourage future researchers to test the model with different datasets from different sources. Second, the study was conducted in Pakistan, which may limit the generalizability of the study. Further, research is encouraged to test the same model in different countries and work settings.
Practical Implications
The current research regarding the relationship of perception of politics and employee attitudes has significant practical implications. POP is an important predictor of employee attitudes of association. It is therefore recommended that the manager take measures to reduce possible stressors, such as POP, by creating vigorous norms in the workplace, encouraging positive interactive conditions, and making certain that decisions and actions towards subordinates are not considered unfair. Strongly politicized surroundings augment the level of employee stress and decrease their energy [107] . Hence, the tendency to come up with extraordinary positive results is expected to be more vulnerable.
Individuals expect to receive work-related support from their managers, possibly on account of their own endeavors, in connection to the fulfillment of their psychological contract. This implies that hopes and guarantees are a key segment of promise. In addition, since both official and informal support is related to the fulfillment of a psychological contract, it appears that, irrespective of the claims of a fresh agreement, employees still hold some traditional views concerning the degree to which their manager should enable them to deal with their professions and that if their requirements are not met their psychological contract is under risk of being violated. There is a need for management to clearly outline policies and strategies, irrespective of favoritism or politics, in order to build a strong association between employer and employees.
To conclude, the work ethic of employees serves as a tool for institutions to alleviate self-centered behavior. Institutions gain advantage from recruiting a workforce who have a strong work ethic. This personal characteristic should also be promoted and improved among the present workforce. Similarly in order to improve employee work performance, associations can educate them to deal with challenging work circumstances or recognize different ways such as work ethic to reduce the chances of stressful circumstances and their possible loss. With the aim of supporting such training programs, associations should emphasize that volunteering behavior that extends beyond formal job applications can benefit from the professional growth and perspectives of its workforce. Finally, our results reflect that work ethic is a meaningful resource, not only on an individual level but for organizations as well. Effective training can stimulate the work ethic and it is a remarkable tool for organizations when employees find undesirable circumstances in the workplace. OC 10 I am extremely glad that I chose this organization to work for over others I was considering at the time I joined.
OC 11
There's not too much to be gained by sticking with this organization indefinitely.
OC 12
Often. I find it difficult to agree with this organization's policies on important matters relating to its employees.
OC 13
I really care about the fate of this organization OC 14 For me this is the best of all possible organizations for which to work OC 15 Deciding to work for this organization was a definite mistake on my part Source: [76] 
